Responses to consultation on the Higher Education Workforce in England – Interim Report 2005
Many of the comments received during the consultation process focussed on workforce issues in the HE sector more generally, rather than specific comments about the report itself. Where appropriate we have woven these comments into the framework.
	Respondent and/or forum
	Comments
	Our response

	Workshop for key sector stakeholders *
	· A useful document, potentially of value in providing the macro context
· What is HEFCE’s role in workforce planning?
· The report leans towards competence/admin/process, rather than ambition and excellence

· The pay section could be expanded and must ensure accuracy
· Must recognise and reflect the diversity of the sector in order to be credible
· Write in a way that anticipates, and is aspirational
· Set the report more strongly in the business context (strategic planning linked to business planning)

· The document is ‘employee relations blind’
· Needs to better understand the drivers in the sector

· Case studies would be helpful (perhaps pointing towards different models)

· What are the needs that HE has to meet in the future? Identify and tackle from the perspective of the users (HEIs)

· HEIs can use the framework to challenge themselves / to build a competitive ’edge’

· Make more use of appropriate comparabilities with other labour markets

· Identifies well the decline in HE academics’ status and position (equivalent to GPs some years ago)

· Future framework should be more driven from the demand side

· Articulate the conflicting sets of issues HEIs are facing

· Articulate the challenges of the future (in the language of the future) but don’t tell HEIs how to manage

· Low staff turnover v. HEIs needing flexibility to manage the business and respond quickly to changes

· Students and their expectations should be put at the centre of the change agenda
· Horizon scanning – what do HEIs need to do / how can HEFCE help 

· The framework has to be adaptable – how will it reflect changing social, political and economic pressures?
· The document is very strong on principles, but this is not the main battleground (it is much more practical)

· What is an ‘academic’? What are the patterns and models? The importance of job design and how to create more satisfying jobs v. impact of new technology, e-learning, etc

· Should avoid implying HEIs weren’t doing any of this before (eg: leadership development)
	· The section on pay now includes more reference to other parts of public sector, and has been checked with UCEA for accuracy. As more information is available we will add comparative information about other sectors of the workforce
· The report’s strategic and policy context clarifies HEFCE’s role as complementary with HEIs’ responsibilities. We are positioning the framework as a helpful tool for HEIs
· We intend that future workforce frameworks will be much more anticipatory in content (rather than the ‘position statement’ that the 2006 version might appear)

· Have embedded a stronger business context and strategic links throughout

· Have added a number of case studies and quotes 

· Have extended the ‘Future Research Needs’ substantially to include some of the research suggested in the consultation 

· This first version of a workforce framework for HE will inevitably be a ‘position statement’ and ‘setting the boundaries’ to a large extent

· The framework does not set out to tell HEIs how ‘to manage’ but can legitimately identify possible solutions to sector problems (perhaps through case studies)

	Workshop for Directors of HR **
	· Well done. It’s a good start to an impossible task
· This is a thorough piece of work – and HR Directors are keen to engage with the national trends identified

· What’s in a workforce document for HEIs? It raises the profile of HR for the CSR but to what end?
· Workforce development represents potentially a third way for HEFCE to be involved in HR in HEIs (aside from R&DS and Race Equality). Is this an example of the public funding body increasingly treating UK HEIs as regulated public institutions rather than as funded private institutions with multiple sources of income and business streams?

· Not much emphasis on staff development generally (not just teaching staff and leadership)
· More recognition of sector diversity

· Insufficient reference to changed modes of delivery of teaching (2-yr degrees. PT, etc)
· Develop closer links with health (and local government?)

· Create a transparent and easy-to-use document, that will be useful for HEIs

· Make use of case studies illustrating best practice

· HEIs are ‘businesses’. Does the report reflect the business imperative? Autonomy/collegiality/academic freedom v. market/business/competition
· Should the framework attempt to cover all workforce issues – or focus on what the sector sees as key issues

· Improve/expand volume of data around professional and support staff

· What does a career in HE look like?

· Is there too much reliance on HESA data?

· Much of this data should in be in institutional HR strategies anyway (local v. national priorities)

· Recruitment and retention section too focussed on pay – there are other drivers (eg: pensions) 
	· We aim to develop the framework into a well-use and respected source of information. This is our opportunity to create a central place to go for sector-wide, reliable data
· HEFCE can have a facilitative national role to play in HR (eg: STEM subjects) without wishing to regulate for change. Hence ‘framework’ not ‘strategy’.

· We will undertake more research with our L&T colleagues to improve the framework’s coverage of staff development

· We aim to incorporate other data as well as HESA (for example, the HR benchmarking data)

· If we are imaginative about getting new issues on the agenda (eg: talent management) it will make it easier for Heads of HR to raise these issues

· Improved date from HESA on professional and support staff is helping us to build a more balanced report

· We have identified staff development as a gap in the current publication – and a research need which we will address (working with our L&T colleagues and building on their research and evaluation programme)

· We have worked with CHMS, UCEA and the StLaR HR group to improve and expand our coverage of medics and health-related disciplines 

· We must rely on HESA data to a large extent – it is the only national collection of staff data completed by all HEIs. We work with HESA and HEIs all the time to improve the quality of that data (which can only improve the quality of our analysis)

· The workforce framework is intended to operate in conjunction with – and to complement and support -  institutional HR strategies 

	Meeting with JNCHES officers ***
	· More information about support staff, and hourly paid staff would enhance report
· Ensure clarity between UK data and England-only data

· Make more use of Colin Bryson’s report on hourly-paid staff
	· The framework includes much more data and analysis around professional and support staff
· We have clarified areas dealing with UK-wide data as distinct from England-only data

	HEFCE’s Leadership, Governance and Management Strategic Advisory Committee +
	· Legal framework / special rules / contracts and statutes – all inhibit how HEIs are able to manage their staff
· Risk may not have right KPIs to enable performance management eg: in teaching

· Focus on people management, not HR management (the HR function does not manage)

· Strategic view needed on workforce planning in sector – flexible workforce

· Concern from the sector that governing bodies not looking strategically at workforce planning and scenario planning. Governing bodies can pressure SMT to allocate funding appropriately
· Fundamental problem in HESA definitions for staff, which fail to reflect different models of deploying staff and what the definitions mean….so, do we know who is doing the teaching?

· HEIs now questioning the casual fee bill against  the deployment of permanent academic staff

· Big issues around how to deploy staff effectively (contact time / full economic costing)
· How does HEFCE bring about change? The report must be strategic (competencies and behaviours)
· There are performance management issues – but better to use the term ‘career development’ to focus on individual’s contribution to corporate goals

· Evaluation of single spine implementation will encourage the sector to take a reflective view

· How effective is the top leadership in managing their human resource and performance, especially risk?

· Identify that support required for middle management development. Their responsibility for managing their teams is not recognised as a technique/skill that is essential 

· Recognise the change from a supply side economy to a demand-driven model. Is this report too supply-focussed?

· “The world doesn’t owe HE a living.”

· Be mindful of globalisation – where the student can purchase HE elsewhere

· Therefore requires a workforce to be flexible, manage change and develop culture

· How much do Governors need to know? Should be told?

· Why research is more highly regarded? Because it’s more easily measured and can therefore be rewarded (some HEIs have responded with Teaching Professorships based on teaching leadership and sustained innovation)

· Will the Student Survey produce usable data for future reports?

· Report should expand on knowledge transfer and enterprise (only mentioned briefly). Universities are full of imaginative and innovative people. HEIs should allow them some freedom to explore their innovations with industry (but it’s a brave academic who can afford to work with industry and risk neglecting the RAE and publications,  on which their promotion will depend)

· The workforce development agenda. In 10 years time:

· Fewer subject specialists

· More generalists delivering teaching

· More informal, wireless-enabled space

· More teaching delivered to hand-held devices

· Necessary link between academics and industry

· More autonomy and freedoms (in the way that the TTA tackled school teaching)

· How can job planning be equitable across disparate disciplines? How does it link with institutional strategies?

· Recognise the tensions and pressures on HEIs to provide time for management development

· HR processes that are blind to gender, age & disability eliminate the poor practices that encourage indirect discrimination

· Why do people join the HEI?

· Why do people leave the HEI?

· Use more case studies in the report to give it ‘life’

· Are we collecting the right data? Burden v. knowledge

· Some of the statistical modelling is too speculative to be of real help. HEIs need to be flexible and responsive; to create a mindset that accepts change is natural and healthy

· HEIs are dealing with a historic system (statutes, articles, etc) huge cultural change shifts required

· How much course provision is underpinned by market research and knowledge, rather than habit?

· Making HE attractive to entrants from other sectors – choosing HE as a career of first resort?

· HR should be integral part of HEI’s strategic risk assessment. Is this on the Governors’ agenda?

· Are the report’s findings over-reliant on HESA data, which might be weak?
	· We will study results from the Student Survey and incorporate findings as appropriate
· We have used case studies and quotes wherever possible to add interest/realism to the framework

· We are committed to gathering more information and undertaking further research only where this does not represent an additional burden on HEIs

	Knowsley Hall LGM Conference, Liverpool (workshop) ++
	· Removing conditions from R&DS: risk to momentum v. freedom to prioritise
· Cultural change is more effective if staff are developed

· Little money is available to reward good management

· Don’t focus too much on PhDs – they are not the source only of research staff

· Pay framework – could management expectations destroy the partnership synergy?

· Another risk of the pay framework: that HEIs make easy decisions with generous settlements rather than difficult decisions about proper roles and rewards

· Pensions are a block to the ready movement of staff from pre-92s to post-92s.

· Overseas staff should not be seen only as a risk in the global market (perhaps obtain examples of good practice from the USA)

· More mention of HEIF

· Equality & diversity issues to be embedded throughout report, as well as in a dedicated chapter

· HE sector hasn’t decided whether it’s a collection of businesses or academic institutions, or both

· The report highlights a lot of good research – how do we know whether this is leading to action or change

· Could HE learn from FE where there has been a change in the demography of principals and vice-principals (ref: AOC research)
· Place more emphasis on capacity of HEIs to reward middle-ranking staff who play very pro-active roles in depts/schools (will the industrial action lead to a uniform settlement that rewards the inactive as much as the active?)
	· The pay framework (and all its attendant risks) was at the forefront of people’s minds during consultation. When the framework is next updated, implementation of the framework will be complete and we can consider/and report back on the outcomes
· We will embed knowledge transfer (including HEIF, etc) more thoroughly in the next version

· We will look at the AoC research, and incorporate if relevant in the next version

· Subsequent versions of the framework will update readers on research findings

	Meeting with DFES, HE Academy and Lifelong Learning UK
	· Welcomes report as useful overview of the status quo re professional staff employment patters in English HEIs

· Projections re: supply and demand are informative
· When is national intervention appropriate? (What current interventions are working)

· Report lacks detailed analysis and monitoring of risk associated with staff shortages / and remedial actions taken 
· Reference should be made to LLUK and its strategic role in workforce development within the Skills for Business Network
· Need to set institutional autonomy in an overall national context

· Welcomes the identification of future research needs. Would be interested in working with HEFCE to integrate such research within context of total workforce delivering post-compulsory education and training

· Needs of institutions in respect of their support staff also require identification and analysis
	· We are working with LLUK to co-ordinate our complementary roles in the area of skills shortages
· An improved strategic and policy context section aims to explain institutional autonomy within the overall national context

· We hope to work with many partners (including) LLUK in delivering our research and evaluation agenda

· We have improved the coverage of support staff

	Monthly mtg senior officers HEFCE & UUK  6 Dec 2005
	
	

	Mtg with senior officers of AHUA+++
	
	

	Educational Competences Consortium (HERA)
	· HE may be ‘big business’ but that does not mean that the fundamental values of the sector need be sacrificed
· Do some senior decision makers need to be convinced of the need for robust, defensive, equitable and transparent processes when determining pay at all levels?
	

	Universities Personnel Association (UPA)
	· The report needs to explain the reason for its production, and the purpose of the document. How does HEFCE intend to use it? How will it be of use to HEIs in their strategic planning?
· The document needs to be set in the strategic business context at an early point in the report

· The report is quite dense? Would a series of themed papers be more accessible?

· Equality and diversity issues are important from the social justice angle, but the report does not reflect the business case arguments (as in Kingsmill Report)
· Helpful for comparative salary data relating to other relevant sectors of the economy to be provided

· Salary differentiation based on gender needs to be addressed

· Interesting to compare progress on Eos in HE compared with other sectors

· Risk register needs to include external-facing pressures (eg: growth of HE in China; change in govt)
	· We have clearly set out our policy and strategic context at the beginning of the Framework 
· We have retained the report style – but expect that readers will ‘dip’ in and out of relevant sections as required

· Have redrafted to reflect the business as well as the social justice angles

· The next Framework will contain comparative salary data from other sectors (public and private) once we have had the opportunity to analyse the data and present in a way that is helpful to HEIs

	Council of Heads of Medical Schools (CHMS)
	· Rapid changes in NHS creates a level of uncertainty that is broader than in other areas of HE, with implications for workforce planning
· More reference to the Walport Report and expected significant benefits

· How to address the negative image of the clinical academic’s workload

· Many medical specialties already face extreme shortages

· Challenge to ensure that the current proportion of female medical students (well over 50%) is reflected in the gender profile of clinical academics (well under 50%)
	· There is now much fuller coverage of medicine & dentistry – especially clinical academics (and we are still building on our coverage of other staff working in subjects allied to medicine)

· HEFCE’s LGM Fund is supporting research in women in medicine

	Strategic Learning & Research Advisory Committee (DH and DFES) Human Resources Plan (StLaR HR)
	· We value HEFCE’s approach to the workforce
· The analysis of the motivators and drivers of younger staff is very pertinent and should be highlighted

· Make reference to the current review of research capability funding

· Reference to current research on the distribution of professors by gender

· Make the link with StLaR Good Practice Employers’ Guide
	· We have incorporated suggested references to specific research

	NATFHE
	· Report contains some really useful information, but risks being too self-congratulatory in tone
· The picture HEFCE paints may not be one that many staff in HE will recognise

· The report does not mention trades unions except in the context of the framework agreement, where their significance is exaggerated

· Too much emphasis on academic staff as the ‘core’

· For most academics, the comparison is with the national labour market, not international – the report is too optimistic on this issue

· Is there real engagement between staff/their representatives and senior managers/HR/HEFCE on these issues – could learn much from the rich if uneven experience of the trades unions
	· We would want to work with the trades unions in some of our future research

	Universities and Colleges Employers Association (UCEA)
	· Believes that overall concept of a national workforce plan for the sector is inappropriate

· HEIs believe that workforce plans should be outcome of own corporate/HR strategies (as encouraged by HEFCE) rather than product of some central plan

· Paucity of information about the degree of ‘casualisation’ in HE; more research would help illuminate the extent
· Concerns that the section on pay/pay modernisation is weak and/or incorrect
	· We have worked closely with UCEA advisers in drafting sections of the Framework (including the chapter on pay) to ensure accuracy
· We note the concerns of the UCEA Board about central planning. We have emphasised our proper role in the Framework’s policy and strategic context

	Universities Council for the Education of Teachers (UCET)
	· This is a thorough and comprehensive study – indicating that, in general, HEIs have, or are putting in place, HR policies and practices (that will enable the sector to respond well to the challenges that the Report sets out)
· Report must draw attention to the recruitment difficulties in teacher education
	· We have included a section on the particular recruitment difficulties in the areas of both teacher and health education


Attendees at workshop events mentioned above:

* Stakeholders workshop 2 Nov 05:

Patricia Ambrose – Chief Executive, SCOP
Jim Foulds – Deputy Chair of Council, University of Bristol
Francesca Fowler – Director of HR, Nottingham Trent University and member of LGM Committee
Sheila Gupta – Director of HR, City University (representing UPA)
Robin Middlehurst – the Leadership Foundation for HE
Hazel Ponsford – Director of HR, Buckinghamshire Chilterns University, Chair of the UPA
Jocelyn Prudence – Chief Executive, UCEA
Wendy Purcell – Pro Vice Chancellor, University of Hertfordshire and member of LGM Committee
Saheema Rawat – representing the Equality Challenge Unit
Helen Scott – Executive Secretary, UPA
Greg Wade – Policy Officer, Universities UK
Alison Wild – Pro Vice Chancellor, Liverpool John Moores University, Deputy Chair of AHUA
** Directors of HR workshop 12 Dec 2005

Clive Bane – Director of HR, University of the Arts, London
Jayne Billam – University of Lincoln
Russell Brocket – Director of HR, University of Greenwich
Berry Dicker – Equal Opportunities Co-ordinator, University of Wolverhampton
Derek Earnshaw – representing the National HE Service Group, UNISON
Martyn Holden – Director of HR, University of Derby
Janet Jones – Director of HR, University of Bradford
Robert Kane – Head of Personnel, Newman College of HE
Martha Kelsey – University of Hull
Jonathan Peel – Trinity Laban
Paula Shelley – University College of the Creative Arts
George Shire – representing Higher Education Equal Opportunities Network
Gill Slater – Director of HR, University of Worcester
Charlie Williamson - 
*** Meeting with JNCHES Officers 10 Nov 2005
Marian Healey – Educational Institute of Scotland (EIS)
Chris Kaufman – Transport & General Workers Union (TGWU)
Malcolm Keight – Association of University Teachers (AUT)
Roger Kline – National Association of Teachers in Further and Higher Education (NATFHE)
Christina McAnea - UNISON
Andy Pike - NATFHE
Jon Richards - UNISON
Mike Robinson - AMICUS
+ LGM Strategic Advisory Committee – meetings 15 July 2005 & 11 Jan 2006
Dick Coldwell (Chair) – Former Chair of Governors @ University of North London
Alison Blackburn – Governor, Harper Adams College
Michael Borkan – businessman & member of Council of Pembroke College @ University of Oxford
Steve Bundred – Chief Executive of The Audit Commission
Professor David Chiddick – Vice Chancellor @ University of Lincoln
Professor Sir Graeme Davies – Vice Chancellor, University of London
Francesca Fowler – Director of HR @ Nottingham Trent University
Professor Edward Hillhouse – Dean, Medical School @ University of Leeds
Paulina Lubacz – Treasurer @ University of Durham
Karen Morgan – Chair of Governors @ University of the West of England
Professor Wendy Purcell – Pro Vice Chancellor @ University of Hertfordshire
Paul Sabapathy – Chair of Governors @ University of Central England
Professor Nigel Savage – Chief Executive, College of Law
Professor Judy Simons – Pro Vice-Chancellor @ De Montfort University
Vic Slater – former Director of Estates @ UMIST
Pamela Taylor – Principal of Newman College of HE
Professor Eric Thomas – Vice Chancellor @ University of Bristol
Helen Valentine – Pro Vice Chancellor @ Anglia Polytechnic University
Dr Peter West – Secretary, University of Strathclyde
Ewart Wooldridge – Chief Executive@ the Leadership Foundation for HE
‘HEFCE and HR Management in the sector: Next Steps’ – presentation & workshop 16 Nov 2005

(part of the LGM conference organised by Liverpool John Moores University @ Knowsley Hall)
Derek
Aviss - Trinity College of Music

Martin
Barnes - Leadership Foundation for Higher Education

Ronald Barnett - University of London

Jan Beesley - University of Sheffield

Barbara Berkeley-Hill - Canterbury Christ Church University
Julie Berry - University of Salford

Stuart
Billingham - York St John College

Adrian Buckley - University of Birmingham

Paula
Burkinshaw - Lancaster University

Richard Chisholm - University of Liverpool

Ray Cocks - Keele University

David
Cotterrell - University of Chester

Ian Cumbus - Writtle College

Doreen de Bellotte - Ravensbourne College

Judith
Elkin - University College Worcester

Paul Evans - Liverpool John Moores University

Brendan Evans - University of Huddersfield

John Gallagher - York St John College

Philip Garrahan - Sheffield Hallam University

Neil Harris - St Martin's College

Lesley Huxley - University of Bristol

Alice Hynes - University of Liverpool

Michael Jones - University of Northampton

Helen
Klepper - Liverpool Hope University

Jamie
MacAskill - Writtle College

Aulay
Mackenzie - University of Essex

Keith Mander - University of Kent

Frances Mannsaker - University of Lincoln

David
Mee - University of Kent

Andrew Neal - Lancaster University

Kevin O'Brien - University of Manchester

Susan
Price - University of East London

Elizabeth Rouse - University of the Arts London

Sheila
Rushton - Open University
Debbie Scully - Central School of Speech & Drama

Tom Stephenson - Cranfield University

John Swanwick - Open University Business School

David
Ward - University of Leicester

Charlotte Woods - University of Manchester

Richard Young – UNIAC

++++ HEFCE and AHUA meeting – 15 December 2005
David Allen - AHUA Chair & Registrar at University of Exeter

Alison Wild – Deputy Chair, AHUA and Pro Vice Chancellor at Liverpool John Moors University

Mike Littlewood - 

Dugald Mackie – Treasurer, AHUA and Registrar at University of Manchester
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